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Employers’ negative attitudes have long been regarded as a main barrier for 
employment for persons with disabilities. This is because employer attitudes is 
presumed to relate with the hiring behavior. Thus, this qualitative study was conducted 
with the intention to explore employers’ perception towards hiring persons with 
disabilities. The study involved semi-structure interview with 10 employers from Klang 
Valley area who haven’t had experience in hiring persons with disabilities. Responses 
from the respondents indicated that employer are still having negative perception 
towards person with disabilities. Persons with disabilities are still seen to be helpless 
who need assistance in doing work, and have limitation in terms of movement, hearing 
and eyesight. The findings also found that having a policy in hiring persons with 
disabilities in the workplace does not guarantee that disabled people will be hired. Even 
if the employers are interested in hiring persons with disabilities, they prefer those who 
are highly productive; highly independent and possess related qualifications, skills and 
abilities to perform the given task. Majority of the respondents interviewed also shared 
that they did not have any experience attending the job coach or return to work program. 
When asked about the government incentives for those who hired persons with 
disabilities, majority of them were aware of the incentive and suggested it to be revised 
and improved. Based on the responses gathered from the interview, several suggestions 
have been put forward to increase the participation of persons with disabilities in the 
employment. These include revising the current rewards and incentives given to 
employers who have hired persons with disabilities; promoting awareness among the 
employers on the positive side of persons with disabilities and giving equal access to 
persons with disabilities on education and training so that they have the relevant set of 
skills that are needed by the industries. 
 




Sikap negatif majikan telah lama dianggap sebagai penghalang kepada peluang untuk 
pekerjaan bagi orang kurang upaya. Ini adalah kerana sikap majikan telah dianggap 
mempunyai kaitan dengan gelagat pengambilan. Oleh yang demikian, kajian kualtitatif 
ini dijalankan dengan tujuan untuk meneroka persepsi majikan terhadap pengambilan 
orang kurang upaya. Kajian ini melibatkan temubual semi struktur bersama 10 majikan 
daripada Lembah Klang yang tidak pernah menggaji mana-mana pekerja orang kurang 
upaya sebelum ini. Maklumbalas yang diterima daripada responden menunjukkan 
bahawa majikan masih  lagi mempunyai persepsi yang negatif terhadap orang kurang 
upaya. Orang kurang upaya masih lagi dilihat lemah yang memerlukan bantuan dalam 
menjalankan kerja, dan mempunyai batasan dalam pergerakan, pendengaran dan 
penglihatan. Dapatan juga mendapati bahawa organsisasi yang mempunyai polisi 
dalam pengambilan orang kurang upaya tidak memberi jaminan bahawa golongan ini 
akan diambil bekerja. Walaupun majikan berminat untuk mengambil pekerja kurang 
upaya, mereka lebih memilih mereka yang sangat produktif, mampu berdikari dan 
mempunyai kelayakan, kemahiran dan keupayaan dalam melakukan kerja yang diberi. 
Kebanyakan responden yang ditemubual menyatakan bahawa mreka tidak mempunyai 
pengalaman menghadiri program job coach atau return to work. Apabila ditanya 
tentang insentif kerajaan bagi organisasi yang ada mengambil pekerja kurang upaya, 
kebanyakan mereka sedar akan insentif tersebut dan menyarankan agar ianya disemak 
semula dan ditambahbaik. Berdasarkan kepada maklumbalas yang diperolehi daripada 
temubual, beberapa cadangan telah diketengahkan bagi meningkatkan penglibatan 
orang kurang upaya dalam pekerjaan. Ini termasuklah menyemak semula ganjaran dan 
insentif yang diberikan kepada majikan yang ada menggajikan orang kurang upaya, 
mempromosi sisi positif orang kurang upaya kepada majikan dan memberi akses yang 
saksama kepada orang kurang upaya terhadap pendidikan dan latihan agar mereka 
mempunyai kemahiran yang releven seperti yang dikehendaki oleh industri.  
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CHAPTER 1  
INTRODUCTION 
 
1.1 Background of the Study  
 
For people with disabilities, employment is particularly important, because having a 
disability often means being socially isolated. Employment provides them with a source 
of identity, feelings of normality, financial support, and socialization. Thus, being able 
to be employed will reduce this isolation and the most importantly is to reduce poverty.  
 
However, job participating among the disabled in Malaysia still remain as a complex 
issue. With the emergence of information and communication technology, the field of 
employment for persons with disabilities should have changed and created a new 
horizon for the disabled where they can work from home. But, sadly, the reality showed 
that the number of disabled employed in public and private sectors are still remain low. 
This is worsened when the unemployment rates for persons without disabilities are high 
as many of these people can work and want to work. Apart from that, the job 
requirements in the workplace have increased or changed due to changes in the 
technology. Particularly the requirements on social skills expanded considerably and 
make it increasingly difficult for workers with disabilities to perform competently. 
Therefore, a proper measure and intervention are needed to prepare and make the 
disabled people ready for work. By uncovering the opinions and perceptions from 
employers regarding this employment issues, a better picture on the kind of 
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STUDY ON EMPLOYERS’ PERCEPTION TOWARDS HIRING 





You have been selected to participate in our study. The purpose of this study is to 
explore the current practices in employing people with disability. We would 
appreciate it if you could share your views regarding the matter. Your feedback will 
be treated with strict confidence and will be used for the purpose of the study only. 
 
If you have any questions regarding this research, you may address them to me 
at the contact details below. 
 
Thank you for your cooperation. 
 
Yours sincerely, 
Nor Syazwani Binti Mohamed Kamil 

























































5 Are you aware of the government incentives provided to employers who employ 








6 Do your organization has any intention in the future to hire persons with 















ORGANIZATION PROFILE  
 
 
1. Name of organization: __________________________________ 
 
 
2. Types of industry:  
 
 Manufacturing  Retailer 
 
   
 
Services  Construction 
 
   
 
Agriculture  Transportation 
 
   
 
Mining  Others (Please 
specify:_________ 
 
   
 
 
3. Total number of employees: ________ 
 
 Part time: ________________ 
 
 Full time: ________________ 
 





------THANK YOU FOR YOUR COOPERATION---- 
